The objective of this study was to determine employees' perceptions across National Collegiate Athletic Association (NCAA) Divisions I, II, and III athletic departments of the following general categories and their respective subcategories: (a) emotional intelligence consisting of appraisal of emotions, optimism, utilization of emotions, social skills, and emotional exhaustion; (b) commitment consisting of affective commitment, continuance commitment, and normative commitment; and (c) burnout outcomes consisting of exhaustion, and cynicism. The literature offers broad perspectives related to burnout, commitment, and emotional intelligence along with the respective subcategories (Cropanzano, Rupp, & Byrne 2003; Grichnik, Smeja, & Welpe 2010; Opengart 2005; Patzelt, & Shepherd 2011; Youssef, & Luthans 2007 ). An intercollegiate sport centered questionnaire was developed by the researchers, the content of which was grounded in seminal research studies related to emotional intelligence, commitment, and burnout outcomes. Feedback from five experts who held no less than 15 years of working experience in an NCAA athletic department helped support content validity. The questionnaire consisted of a demographic section followed by a 7 point Likert scale ranging from strongly agree to strongly disagree, that included 49 total statements. Electronic mail was used to send the questionnaire to a random sample of 333 athletic department employees whose e-mail addresses were obtained from the publicly accessible National Association of Collegiate Directors of Athletics' (NACDA) National Directory of College Athletics. Of the 333 surveys mailed, 82 were returned for a 24.6% response rate. Descriptive statistics was applied to the data to arrive at findings related to athletic department employees' responses to the subcategories of the general categories related to burnout, commitment, and emotional intelligence. Athletic department employees were found to generally agree. Overall, responses by the athletic department employees indicated perceptions related to each of three categories of emotional exhaustion, commitment and burnout outcomes that are favorable to the well-being of the athletic department.
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objectives. Positive emotions were found to foster a positive evaluation of a new opportunity and negative emotions to foster a negative evaluation of a new opportunity (Grichnik, Smeja, & Welpe 2010) .
Emotionally intelligent leaders are able to motivate, challenge, inspire and connect with their employees; whereas traditional mangers were found to promote a more methodical, detached working environment stirred by their micro-managing style of leadership (Goleman, Boyatzis & McKee, 2001 ). If placing organizational success is a priority, organizations would be best served by hiring individuals who possess emotional intelligence, particularly those in leadership positions, as emotionally intelligent persons are equipped to work in fields with people (Goleman 1995) . Alston, Dastoor, and Sosa-Fey (2010) found a high correlation between leaders who utilize emotional intelligence and organizational success.
Commitment
Meyer and Allen (1991) in their seminal work, measured workplace commitment as a psychological state and identified three dimensions: affective, continuance and normative.
Retention can be an outcome of employee commitment, as employees committed to their organization will have a strong desire to remain members of that organization (Becker, Randal and Riegel 1995) . Remaining employed after assessing the benefits and choosing to do so describes continuance commitment (Meyer & Allen) ; whereas normative commitment is staying with an organization because of cultural, intrinsic, or influential pressures (Scholl 1981; Wiener 1982) ; and affective commitment is perceived as the desire to maintain employment in an organization as a result of work experiences that create feelings of comfort and personal competence (Buchanan 1974) .
Based on externalities of workplace loyalty, employee commitment should be a prime organizational priority as it has broad implications for cultural, structural and fiscal survival (Mitchell, Holtom, Lee, Sablynski, and Erez 2001) . From a financial standpoint, employee commitment and retention programs can also help prevent many negative organizational expenses, e.g., expenses related to employee replacement (Martinez 1997) , and absenteeism (Eaton 2003) .
Employee commitment can be reinforced by organizational policies that support accurate descriptions of job responsibilities, and flexibility in not only working conditions but also through choices and policies (Meyer, Bobocel & Allen 1991) . Work-family policies and employee control over time, flexibility and pace of work were also found to support employee commitment (Golembiewski, et al. 1974; Eaton 2003) .
Based on the relationship between psychological empowerment and organizational commitment, Spreitzer's (1995) model of psychological empowerment identified four dimensions of empowerment, which included meaning, competence, self-determination, and employee impact. The impact dimension was found to especially support organizational commitment (Choong, Wong, and Lau 2012) . Providing more responsibilities and performing challenging work was also found to increases an employee's commitment to the organization (Krishana 2007; Myers & Allen 1991) .
Burnout
Maslach, Jackson and Leiter (1996) define emotional exhaustion as "a depletion of energy, cynicism is distancing oneself from work itself and being accompanied by developing negative attitudes toward work in general" (p. 209) and identify its three dimensions as: emotional exhaustion, cynicism, and reduced professional efficacy. Maslach and Jackson (1981) described burnout as, "a syndrome of emotional exhaustion and cynicism that occurs frequently among individuals who do "people-work" of some kind" (p. 99). Advancing the description of burnout was Maslach, Schaufeli and Leiter (2001) , who defined burnout as "a psychological syndrome in response to chronic interpersonal stressors on the job" (p. 399). Hayes and Weathington (2007) explained that the symptoms of employee burnout arise when an inordinate amount of time is spent feeling tired, frustrated, or overwhelmed with various job related issues. Workplace stress is related to burnout and can result in poor organizational outcomes such as absenteeism or illness (Maslach & Leiter 2008) . Job turnover, low productivity, and overall ineffectiveness are also outcomes of workplace burnout arising from stress (Hayes & Weathington) .
Employee burnout includes exhaustion, chronic fatigue, insomnia, inefficacy, allergies, cynicism and headaches. Burnout can negatively affect workers' home lives (Burke & Greenglass 2001) and can cause individuals to self-medicate through the abuses of alcohol and drugs, amplifying the problem (Maslach, Schaufeli & Leiter 2001) . More specifically, the burnout dimensions of emotional exhaustion, cynicism, and reduced professional efficacy were found to respectively be associated with depletion of energy, developing negative attitudes, and distancing oneself from work, resulting in no longer feeling a sense of accomplishment. Prolonged unsolved problems experienced during social interactions and within the professional community, are the causes of insufficiency, cynicism and alienation in the workplace and facilitators for burnout (Soini, Pyhalto & Pietarinen 2010) . Angerer (2003) suggested that burnout may be caused by the organization and is caused, in part, by company policies that inhibit a worker's ability to prioritize, and problem solve. Job demands including expectation for work with too little time to perform the tasks, contribute to burnout, resulting in exhaustion, cynicism and inefficacy (Maslach et al. 2001) . Quality employees, according to Maslach and Leiter (1997) exude energy, enthusiasm, efficacy and engagement; however, employees who experience burnout, display cynicism, exhaustion, and ineffectiveness, which lowers productivity. Maslach and Leiter (2008) studied burnout to determine if it could be predicted early and therefore avoided in the workplace and found fairness and job-person incongruence as two primary predictors of burnout. It was also found that policies permitting greater personal choice and flexibility concerning working hours, assignments and work positioning may aid in the reduction of employee burnout (Golembiewski, Hilles & Kango 1974) . Several stress management techniques to reduce burnout have been recommended for employees who are experiencing it, which include relaxation, deep breathing, time-management training, and meditation (Hoeger & Hoeger 2015) .
Methods
The method under which the objective was pursued was survey research. Descriptive statistics was used to arrive at findings related to athletic department employees' responses to the questionnaire items. A 7 point agree/disagree Likert scale questionnaire was e-mailed to 333 randomly selected athletic department employees across NCAA Divisions I, II, and III. In the text of the e-mail was a cover letter that described the process of self-administering the questionnaire, which included accessing the questionnaire through a link in the e-mail and sending it back to the principal investigator after completing it, which served to confirm subject consent to participate in the study. A demographic section was included on the questionnaire through a drop down menu that included titles for professional positions in intercollegiate athletic departments listed in the publicly accessible National Association of Collegiate Directors of Athletics (NACDA) National Directory of Athletics. Following the demographic section was the Likert scale section of the questionnaire, which was grounded in seminal peer-reviewed published research studies related to personality, turnover intention, and job satisfaction of employees at the workplace. Content validity was also supported by feedback provided by five experts who held at least 15 years of employment experience in college/university athletic departments. Prior to electronic distribution of the questionnaire, all distribution and return procedures were approved by the primary researcher's institutional review board, which ensured for subject anonymity, the right to refuse participation at any time, and non-restriction based on race, gender or any other characteristics. After the subjects submitted their questionnaire responses, they were returned through a randomly coded alpha-numeric ID number that could not be tracked to or correlated with any particular subject, thus fully protecting the anonymity of the subjects.
Data Analysis
The data was analyzed across 24 different job titles of professional positions in NCAA Division I, II, and III athletic departments. Descriptive statistics were processed through version 23 of SPSS. Means for each Likert-scale emotional subcategory of emotional intelligence, commitment, and burnout outcomes were computed, displayed, and discussed.
Results

Demographics
The surveys were sent to 333 athletic department employees across NCAA Divisions I, II, and III institutions resulting in a 24.6% return rated based on the 82 surveys completed and returned. Respondents were as follows: athletic director (n=18, 22%), sports information director (n=9, 11%), president of the college/university (n=3, 3.7%), academic/student services (n=1, 1.2%), athletic secretary (n=8, 9.8%), business/finance (n=3, 3.7%), communications/media/public relation/sports information (n=5, 6.1%), compliance (n=3, 3.7%), development/fundraising/varsity clubs (n=1, 1.2%), equipment management (n=1, 1.2%), event management (n=3, 3.7%), external operations (n=3, 3.7%), facilities (n=4, 4.9%), internal operations (n=3, 3.7%), marketing and promotions (n=2, 2.4%), recreation/intramurals (n=1, 1.2%), sports medicine/athletic training (n=13, 15.9%), senior administration (n=1, 1.2%), ticketing (n=1, 1.2%), and video (n=3, 3.7%). Concerning their race and ethnic background 89% of the respondents identified themselves as Caucasian; 4.9% as African American; 3.7% as Hispanic; and 1.2% as Asian American. Of the total respondents, 48 (58.5%) were male and 34 (41.5%) were female. Considering all respondents, 19 (23.2%) identified themselves as single, 56 (68.3%) as married, 2 (2.4%) as not married but living with a significant other and 3 (3.7%) were divorced. Years of service (at any intercollegiate athletic department) ranged from 0-31 years and above. Institutional size ranged (including undergraduate and graduate students) from 5,000 or less to 25,001 or more, with the bulk of the respondents indicating they worked for a small institution (58.5%). Salaries ranged from $20,000-$80,000 and above. The majority of the respondents indicated that their highest level of education was a master's degree (63.4%), followed by a four-year degree (23.2%), a doctoral degree (7.3%), high school (3.7%) and lastly, a two-year degree (2.4%).
Results of this study were compiled from employees' perceptions across NCAA Divisions I, II, and III athletic departments relative to the following general categories and their respective subcategories: a) emotional intelligence consisting of appraisal of emotions, optimism, utilization of emotions, social skills, and emotional exhaustion; b) commitment consisting of affective commitment, continuance commitment, and normative commitment; and c) burnout outcomes consisting of exhaustion, and cynicism. (The phrases "this study," "these results,"
and "the results of this study," are terms referring to the current study undertaken by the authors of this article.).
Emotional Intelligence
The emotional intelligence category included the following subcategories: appraisal of emotions, optimism, utilization of emotions, social skills, and emotional exhaustion. Responses of the NCAA athletic department employees were sought and are summarized as follows.
In the subcategory of appraisal of emotions, athletic department employees strongly agree (13.4%) or agree (54.9%) that they know what other people are feeling just by looking at them. Moreover, 25.6% strongly agree or agree (64.6%) that they could tell how people are feeling by listening to the tone of their voice. Similarly, 80.5% strongly agree or agree that they recognize the emotions people are experiencing by looking at their facial expressions.
In regards to the optimism subcategory of emotional intelligence, 17.1% of the NCAA athletic department employees strongly agree and 58.5% agree that they expect good things to happen. Similarly, 81.7% strongly agree or agree that they motivate themselves by imagining a good outcome to tasks they take on. The athletic department employees also expect they will do well on most things they try (31.7% strongly agree and 58.5% agree). Conversely, only 7.3% of employees disagree or strongly disagree that they expect good things to happen.
Another subcategory of emotional intelligence surveyed was utilization of emotions. Employee responses related to the subcategory of social skills were also reported. Employees strongly agree (42.7%) or agree (52.4%) that they compliment others when they have done something well. Also, 32.9% strongly agree and 57.3% agree that they help people feel better when they are down. Finally, 17.1% strongly agree and 58.5% agree that they use positive thinking to make themselves keep trying in the face of obstacles.
The last subcategory of emotional intelligence surveyed was emotional exhaustion. Employees of NCAA athletic departments strongly agree or agree at a rate of 47.6% that they feel emotionally drained from their job. Similarly 47.5% either strongly agree or agree that they are frustrated by their job. However, more than three-fourths of the respondents disagree or strongly disagree (76.9%) that working with people directly puts too much stress on them. Finally, 64.7% disagree or strongly disagree that they feel they are near the end of their rope.
Commitment
The category of employee commitment was represented by three sub-categories. Each of the three, affective commitment, continuance commitment, and normative commitment offered differing results.
Concerning the subcategory of affective commitment, of all of the NCAA employees, 69.5% reported they either strongly agree or agree that remaining a member of their organization was important to them. Well over a majority, 58.5%, strongly agree or agree that they would be very happy to spend the rest of their career with their organization. At a rate of 85.4%, the employees strongly agree or agree that working toward the organization's success is important to them. Moreover, they reported that achieving their work goals is as important to them as it is to the organization (84.1% strongly agree or agree). Additionally, 86.4% strongly agree or agree that they really want to achieve the goals of the organization and 84.1% strongly agree or agree that working toward the success of initiative changes in the organization is important to them.
When examining the subcategory of continuance commitment, it was revealed that most of the NCAA employees agree or strongly agree that it would be costly for them to leave the organization now (63.4%). However, only one-third (33.0%) of them strongly disagree or disagree that staying with the organization was a matter of necessity. Slightly over half (51.2%) of the employees strongly agree or agree that they had little choice but to do what is asked of them by the organization, and less than half (46.4%) strongly agree or agree that they had a lot to lose by failing to meet their work objectives.
The data indicated that NCAA employees did not express overly strong agreement or disagreement related to normative commitment to their workplace. More specifically, 36.5% agree or strongly agree that they would feel guilty if they left the organization now and a near equal percent (37.8%) disagree or strongly disagree to the very same statement. In other aspects of normative commitment, however, they professed more of an obligation to the organization, which is supported by 51.2% of employees who disagree or strongly disagree to not feeling any moral obligation to remain with their current organization. The employees expressed more extreme sentiments related to normative commitment by strongly agreeing or agreeing that they felt an obligation to put in a good day's work for the organization (90.3%); that they owed it to the organization to do their best to achieve its goals (84.1%); they felt a sense of duty to work toward changes in initiatives of the organization (73.2%) and they have an obligation to work toward any changes in initiatives in the organization (72.0%).
Burnout Outcomes
Burnout outcomes included results for its two subcategories: exhaustion and cynicism. When responding to exhaustion, 42.6% the NCAA employees strongly agree or agree that they feel emotionally drained by their job. In other areas of exhaustion, employees disagree or strongly disagree that they feel used up at the end of the day at their job (39%); feel tired when they get up in the morning and have to face another day at their job (48.7%); feel working at job tasks is really a strain for them (63.4%) and feel burned out from their job (47.5%). Concerning the subcategory of cynicism, respondents disagree or strongly disagree that they have become less interested in their job since the time they accepted it (54.8%); become less enthusiastic about their job (50.0%); become more cynical about the potential worth of their job (57.3%) and doubt the significance of their job (65.9%).
Discussion
When examining the NCAA Division I, II, & III athletic department employees perceptions of the three general categories related to the workplace: (a) emotional intelligence, (b) commitment, and (c) burnout outcomes, overall all three seem to support a productive athletic department environment conducive to achieving mission based goals and objectives. Discussion reflecting athletic department employees' perceptions of content related to the Likert statements aligned with the aforementioned categories follows.
Emotional Intelligence
Generally, employees are not emotionally exhausted. They do not feel drained, frustrated, or stressed, and do not feel like they are at the end of their rope with their job. Employees expressed confidence in their abilities to not only judge how people are feeling by listening to the tone of their voice but also by recognizing the emotions people are experiencing by looking at their facial expressions. The presence of employee optimism was evident in that the employees stated that they will do well on most things they try and motivate themselves by imagining good outcomes to tasks they take on. They use their positive mood to make problem solving easy, come up with new ideas, and learn what is important through major life events. They also compliment others when they have done something well and help others feel better when they are "down.".
Commitment
Overall, the affective commitment on the part of the employees at the workplace appears to be strong. Employees generally feel a sense of commitment toward their organization and efforts are aligned with the goals of the organization. Particularly important to the athletic department employees is working toward the overall success of the organization and its initiatives that call for change. Employees share the will to achieve work goals with the organization and overwhelmingly do want to achieve those goals.
There does seem to be a sense of pressure that supports employees' continued commitment to their job; particularly, in terms of the cost benefits of staying and the detriments that would result for leaving. The feeling that they cannot risk putting in less than the required effort by the organization was evident. As one might expect, changing from one organization to another seems to mitigate any cost concerns that might be present when merely leaving an organization without the opportunity for employment in another. Regardless of the continuance commitment, which seems financially influenced, the employees do not feel as if they have no choice in what is asked of them by the organization. Nor do they feel like they have no choice but to go along with things required in the organization. In terms of normative commitment, employees do not feel a moral obligation to remain with the organization, nor would they feel guilty for leaving the organization. They do, however, feel an obligation to put in a good day's work for the organization, feel like they owe it to the organization to achieve its goals, and feel a sense of obligation to try and meet the goals of the organization.
Burnout Outcomes
The results of this study, generally, do not support widespread feelings of burnout or cynicism by athletic department employees. Factors including job alignment with an attractive industry and autonomy within that structure may contribute to the concept that athletic department employment is attractive and does not lend itself to work-place burnout. Persons, overall, who pursued a career in athletics related employment are well matched for their current position of employment, having been successful athletes themselves or sought the positon due to a high affinity for athletics. Reasons for limited workplace burnout are also pointed out in the literature. Ryska (2009) found that the adoption of a highly collaborative leadership style within athletic department roles may contribute to low levels of burnout. Additionally, burnout has been found to result from the misalignment of the work setting (Tong, Wang & Peng 2015) .
In this study, although all five questions of the burnout outcomes category of exhaustion, i.e., emotionally drained, used up, tired, strained, and burned out were commonly not experienced by the athletic department employees they especially did not feel strained by job tasks, and feeling tired when knowing that they must face the day in front of them. Nor do athletic department employees appear to feel an overall cynicism toward their jobs. Pertaining to questions related to the subcategory of cynicism, most athletic department employees have not lost interest, become less enthusiastic, or doubted the significance of their jobs. A strong desire to work in athletics coupled with a strong person-environment fit may have a positive effect on mitigating workplace burnout and cynicism (Tong et al. 2015) and might also explain the overall sentiments of not feeling burned out or cynical, as expressed by the employees of athletic departments in this study.
Ironically, and at odds with these results, according to Wagstaff (2016) burnout is inherent to the pressure filled endeavor of athletics, and can be identified by its symptoms of stress, strain, fatigue, and cynicism. Further contradicting results related to burnout of this study are results by Judge and Judge, (2009); Vealey, Udry, Zimmerman and Soliday (1992) that supports the presence of workplace burnout.
Summary
The overall state of NCAA employees' perceptions of workplace related emotional intelligence, commitment, and burnout outcomes appear to be supportive of positive organizational outcomes in NCAA Division I, II, and III athletic departments. Efforts, however, should be on-going with respect to maintaining and initiating practices in these three areas that support and further improve organizational outcomes.
Athletic department employees are socially able, which supports an emotionally intelligent department. Member institutions governed by the NCAA may be advanced by emotionally intelligent leadership. Accurate awareness of emotional intelligence can allow leadership to recognize emotion and allow for the proactive approach to conflict management strategies in the best interest of the organization.
In regards to emotional intelligence, the utilization of emotions emerged as a subcategory that is particularly effective across the workplace and workday. Sport managers should continue to place a focus on the utilization of emotions and should remain conscious of maintaining the utilization of emotions throughout the managerial process.
In regards to workplace commitment, goal achievement currently appears to align well with the goals of management and the overall goals of the sport organization, which should be a point of emphasis to continue. Somewhat concerning is whether employees continue their commitment out of sheer financial necessity. For if employees feel like they have no choice and are only committed to the organization because they have no alternative choices, apathy and disinterest are at risk of emerging. Managers should continue to focus on supporting employees by identifying selected employee interests that can be effectively aligned with organizational goals.
Most employees do not appear to be experiencing negative symptoms of burnout or cynicism beyond what might be expected or to the point where overall workplace productivity is hampered. Despite the relative healthy state of athletic departments in terms of burnout, sport managers will be well served to be conscious of employee behaviors that suggest burnout may be growing in employees across the department, as high levels of burnout can diminish employee commitment and in turn organizational productivity.
It seems that most of the NCAA employees disassociate themselves from the qualities that are typically allied with burnout. The potential for workplace burnout are many, and to continue to prevent burnout among athletic department employees should remain a focus of athletic directors. Even though the results of this study did not reveal burnout to be "problematic," leaders will still be well served to be aware of the realities of burnout in the workplace and take and/or continue to take measures to minimize burnout in their athletic departments. 
